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Abstract
Creating social change has always been an uphill battle. Some say it takes a village, but it
takes more than that for social change to occur. In the world we live in today, it is easier now
than ever for people to become educated and informed of injustices and inequalities that exist
within society and understanding how we all can play a role in remedying those inequities so
everyone can live in a just world. In recent years, Latin America has undergone a transformation
with respect to social movements and social change, and comparatively, the United States has
seen great reforms in social progress for the better.
This Capstone Project is structured as a comparative analysis of the fight for racial
equality for Afro-Cubans in Cuba and how it compares to racial equality for African Americans
in the United States, specifically focusing on contemporary issues relating to employment and
economic opportunities, as well as police brutality. Historical background will be given on each
topic within the scope of racial equality, and a comparative analysis on how they are similar and
how they differ will also be provided. The overarching goal of the research on historical
background and doing the comparative analysis is to synthesize both respective movements to
show the importance of the relationship between Latin America and the United States, especially
in today’s society. Additional original research includes survey responses of people’s thoughts,
feelings, and attitudes towards diversity, equity, and inclusion (DEI) initiatives in their
workplaces and educational environments to go along with the research done on the historical
background and comparative analysis. These responses will give a better understanding as to
what workplaces and college campuses can do better to serve their respective diverse populations
and what this also implies for the future. All responses are anonymous, and data is only used for
research and methodological purposes.
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Introduction: How We Talk About Race in Cuba and the U.S.
Before delving into this project in full, I would like to start out by giving details about my
background. I am a white, cisgender male with no Latino or Hispanic background. The identities
and communities that I will be discussing – Afro-Cubans and African Americans, respectively –
differ than the identities that I personally hold. However, I have done extensive historical
research on topics relating to employment and economic opportunities, as well as police
brutality, and how these issues affect these two communities; I will draw upon the sources I have
found to support my claims in this project.
This study will give a clearer understanding about why it is important to have
conversations surrounding race and ethnicity in today’s society through highlighting important
hindrances to dimensions of racial equality in both Cuba and the United States, such as economic
opportunities and police brutality. A concurrent goal of this study is also to elicit how we can
best serve diverse populations in educational and work settings in the United States through
presenting results of a survey on people’s attitudes towards diversity, equity, and inclusion (DEI)
initiatives that have been implemented in these settings.
As a brief comparison for how race is talked about in the two countries that will be
discussed in this study, in Cuba, the popular press there “tends to be very tight-lipped, providing
few details” in its portrayal of Afro Cubans and specific incidents relating to them
(Bodenhelmer). This is partly reinforced by the notion that racism in Cuba is “obscured”, driven
by the discourse that racism “can’t exist in a nation with a large population of mixed-race
people—as well as its socialist orientation that views race as reducible to class” (Bodenhelmer).
Roberto Zurbano, an Afro-Cuban, wrote an article published by The New York Times detailing
this by saying: “Racism in Cuba has been concealed and reinforced in part because it isn’t talked
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about. The government hasn’t allowed racial prejudice to be debated or confronted politically or
culturally, often pretending instead as though it didn’t exist” (“For Blacks in Cuba…”).
Similarly, here in the United States, discussions and discourse surrounding race are
generally topics that are “off the table” within everyday conversation, as they are uncomfortable
to talk about. However, it can be argued that that is the point – having these uncomfortable
conversations allows us to understand other people’s perspectives, and it can also lead to
sustaining changes in public policy. Conversations surrounding race and ethnicity with a focus
on diversity, equity, and inclusion are seemingly increasing within the media and the workplace
as a result of the protests for racial equality during the summer of 2020. Hibaq Farah of The
Guardian cites a survey done by Opinium that surveyed 2000 adults, saying, “27% of minorityethnic workers said their employers had introduced new initiatives during the last 12 months in
response to the global movement”, which had increased from “10% in 2020, the year in which
protests began after George Floyd was murdered by a police officer in the US state of
Minnesota” (“Workplace Inclusion Drives Have Almost Trebeled since BLM Protests, Survey
Shows”). Farah also cites a Multicultural Britain survey that found “almost half (47%) of
minority-ethnic workers had seen their employer take some sort of action to tackle racism and
diversity problems – up from 40% in 2020” (“Workplace Inclusion Drives…”). Additionally, the
survey showed that in 2020, “73% of minority-ethnic people said they had experienced
discrimination, but this year, for the first time since the Multicultural Britain series began in
2016, that figure dropped to 64%” (Farah). Furthermore, the survey also conveyed that although
“there have been some positive changes in the workplace” there are “concerns that businesses
and companies were committing to anti-racism only in the height of the summer of 2020”
(Farah).
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Aside from the workplace, in recent months, some U.S. lawmakers have been pushing
back in an effort to censor these discussions from taking place within the classroom. According
to the American Civil Liberties Union, some of these new proposed bills across the country
“target efforts to provide education about gender and race discrimination, including critical race
theory”, and these bills are also “attempting to use these bills to bar educators from teaching
critical race theory and related concepts like white privilege and racial equity in
schools…[robbing] young people of an inclusive education and blatantly [suppressing] speech
about race” (“State Lawmakers Are Trying to Ban…”).
At the time of writing this project, more than two years after the murder of George Floyd
and the resurgence of the Black Lives Matter Movement on a nationwide and global scale,
Americans as a whole are divided over the topic of racial equality, both in terms of how the
country has progressed, and what we need to do in the future. A survey conducted by the Pew
Research Center found that “among U.S. adults overall, 53% say increased attention to that
history is a good thing for society, while 26% say it is a bad thing and another 21% say it is
neither good nor bad” (“Deep Divisions in American’s Views…”). Divide across racial lines is
also apparent: “Among Black adults, 75% say heightened public attention to this topic is a good
thing, with 54% saying it is “very good” for society”, compared to “fewer than half (46%) [of
White adults] say greater attention to the history of slavery and racism in the U.S. is good for
society, with just 24% saying it is very good – about a third (32%) say it is bad” (“Deep
Divisions in Americans’ Views…”).
Recent events regarding race and ethnicity in both Cuba and the United States in regard
to police brutality, namely the murder of Hansel Hernandez in Cuba and George Floyd in the
United States (both of which will be explored in more detail later on), make it clear that changes
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need to be made across all dimensions of racial equality and that conversations surrounding race
are more important now than ever. This Capstone Project will focus on two dimensions of racial
equality: economic and employment opportunities and police brutality. Special attention will be
devoted to how the Cuban and American economies affect the Afro-Cuban and African
American communities’ access to jobs, and how recent incidents of police brutality have affected
both of these communities. Through conducting a survey of people’s attitudes towards diversity,
equity, and inclusion (DEI) initiatives in college campuses and workplaces, the results from this
survey will be incorporated into a broader discussion of what institutions can do to best serve
their diverse populations, and what this implies for the future generations to come.
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Part I: Employment and Economic Opportunities for Afro-Cubans and African Americans
Cuba was once marked by economic opportunity during the Cuban Revolution up until
the Special Period in the 1990s, due mainly to the influence that the Soviet Union had over Cuba.
When the USSR dissolved in December 1991, Cuba started to struggle economically, and the
effects can still be seen today. The Caribbean nation is now facing problems for its Afro-Cuban
population in relation to the job market and employment and economic opportunities. According
to Arthur Williams, a Jamaican editorial intern for Americas Quarterly, in 2011, then-president
Raúl Castro implemented reforms to boost entrepreneurship on the island, which “led to a boom
in restaurants, bed-and-breakfasts, private taxis and other small ventures…[b]ut the question of
who will enjoy the fruits of that change remains to be seen” (“How a Changing Economy is
Leaving Afro-Cubans Behind”).
Afro-Cubans make up about a third of Cuba’s population, but oftentimes, this population
is left behind, due mainly to issues surrounding access to capital. Around seventy to eighty
percent of Cuba’s small businesses “are funded with remittances from abroad or through family
money, but the percentage of Cubans living off the island is heavily skewed towards the white
population” (Williams). Due to this fact, there are few Afro-Cubans who can start their own
businesses; Williams cites a 2014 study that showed that “approximately 81 percent of those who
already owned a business were white” (“How a Changing Economy is Leaving Afro-Cubans
Behind”). A majority of Cuban entrepreneurs establish their own businesses within the comfort
of their own homes, “opening small shops or transforming entire floors or houses into private
restaurants or bed-and-breakfasts”, according to Williams, but for Afro-Cubans, this comes with
yet another barrier: access to adequate housing. It has been said that Afro-Cubans
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disproportionately “live in smaller, apartment-style housing such as that in the district of
Alamar” (Williams).
Cuba’s tourism sector is what makes its economy blossom, but Afro-Cubans are
underrepresented within this sector. Katrin Hansing, who is a social anthropologist at the City
University of New York, told Williams that “Though there has been critique of this and some
changes have been made, if you go to a Cuban hotel most workers who deal with tourists directly
are still going to be white” (“How a Changing Economy…”). In addition to a lack of
employment opportunities within the tourism sector, Afro-Cubans are not being helped with
foreign businesses in Cuba. As previously mentioned, the tourism sector heavily skews towards
the white population, and because of this, “historical prejudices ensure that Afro-Cubans are not
sought out to be included in start–up entrepreneurial ventures either as managers or workers. As
a result, Afro-Cubans receive little of the hard currency now essential for buying the basic
consumer items that are needed for everyday survival and a decent quality of life” (“AfroCubans”). Further highlighting this point, José de Córdoba and Santiago Pérez of The Wall Street
Journal quote Javier Corrales, a Cuba expert at Amherst College, who says, “Black Cubans are
also largely absent from senior government positions…Black Cubans are well represented in the
National Assembly, a largely powerless legislative body that meets to rubber stamp legislation
twice a year…But it’s the president, his cabinet and close advisers who wield real power. The
vast majority of these are and have always been white” (“Cuba’s Black Communities Bear the
Brunt of Regime’s Crackdown”).
Although Afro-Cubans have been able to prove themselves within the sport and
performing arts sector, they too are still underrepresented. For example, according to
minorityrights.org, “Afro-Cubans are [disproportionately] represented in Cuba’s teams at
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worldwide sporting events such as ball games, and regional and global athletic competitions.
Similarly, Afro-Cuban dancers with the Cuban National Ballet and other companies continue to
define and internationally project Cuba’s national cultural profile” (“Afro-Cubans”).
The ongoing COVID-19 pandemic has not made things easier, either. The entire world
shut down in March 2020 to prevent the virus from spreading, and economies from around the
world took a massive hit as a result. Cuba is still reeling from the effects that the pandemic had
on the economy. Tourism is one of Cuba’s most lucrative sectors, so when travel stopped for a
while due to the pandemic, Cuba felt the blow. With increasing food and housing insecurity due
to the faltering economy, eventually, Cubans had enough. They started to protest in mid-July of
2021, with many news outlets reporting that it was one of the biggest protests in Cuba in decades
since the Cuban Revolution of 1959. de Córdoba and Pérez cite Cuban protestors and experts
who said that although people of “all ages, races and classes” came together in solidarity for
protesting the government’s handling of the COVID-19 pandemic in relation to housing and food
insecurity, the economy, and other internal issues, “Afro-Cubans were at the forefront of many
of the nationwide demonstrations” (“Cuba’s Black Communities Bear the Brunt of Regime’s
Crackdown”). de Córdoba and Pérez also quote Manuel Cuesta Morúa, an Afro-Cuban civil
rights activist, who said, “This is a fundamental break between Afro descendants and the
government…The government saw delinquents where there are only angry people fed up with
the lack of social mobility, lack of freedom and structural racism” (“Cuba’s Black
Communities…”).
Obviously, Cuba was not the only nation that suffered economically due to the COVID19 pandemic; the U.S. economy took a serious blow at the onset of the pandemic, with millions
filing for unemployment in April 2020. Four months later, by August 2020, the unemployment
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rate had decreased from “14.7 percent in April 2020 to 8.4 percent in August 2020. Some
policymakers have used this as evidence that little further fiscal relief is warranted” (Ajilore).
However, unemployment rates are not the same across racial lines.
According to Olugbenga Ajilore, a senior economist at the Center for American Progress,
in August 2020, the unemployment rate for Black Americans was 13.2%, compared to 16.6% in
May 2020; in comparison, “the white unemployment rate fell to 6.9 percent in August 2020 from
a high of 12.8 percent in April, or nearly half of the Black unemployment rate”, making the
Black unemployment rate nearly double that of the white unemployment rate (“The Persistent
Black-White Unemployment Gap…”).
Additionally, Ajilore cites a study that was done in February 2020 by the Center for
American Progress that suggests the labor market was designed to create the 2-to-1 Black-white
unemployment gap. They disagreed that the tight labor markets could close the gap. In a tight
labor market, “the economy is close to full employment [and] employers are less likely to
discriminate, allowing people traditionally on the margins of the labor market to finally get hired.
Although this phenomenon may help explain the falling Black unemployment rate, it cannot
explain the gap” (“The Black-White Unemployment Gap…”). Furthermore, historically (and still
today), African Americans have been put at a disadvantage when it comes to unemployment,
with the rate almost consistently being double that of white, as shown in Figure 1 below.
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Figure 1: Graph showing the historic unemployment rate between White and Black Americans.
Taken from the Center for American Progress, 2021.

However, in the very early stages of the COVID-19 pandemic, in April 2020, the gap
between Black and white unemployment rates almost closed. Ajilore says:
“In March, the unemployment rate for African Americans rose faster than it did for white
people. Yet in April, even though unemployment rates spiked, the spikes were similar for
both whites and African Americans, leading to the fall in the ratio. This was due in part to
the prevalence of workers in essential jobs—which are disproportionately held by
African Americans and other people of color—which prevented them from falling into
the discriminatory “first fired, last hired” phenomenon.”
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Figure 2: Graph showing the racial gap in the unemployment rate at the height of the COVID-19
pandemic. Taken from the Center for American Progress, 2021.

As more and more businesses resumed and the economy began to recover in May 2020, the
unemployment gap began to rise (see Figure 2), continuing with the trend we saw in Figure 1.
This presents an issue of systemic racism being “baked into the labor market”, as William
Springs, a Howard University professor and chief economist for the AFL-CIO, said in Ajilore’s
article (“The Black-White Unemployment Gap…”).
Ajilore and The Center for American Progress give some examples of policies that
should be implemented to ensure that no one is left behind. The first one is to strengthen worker
power through promoting the “formation of unions…and collective bargaining rights” (“The
Black-White Unemployment Gap…”). The second one is to strongly enforce anti-discrimination
laws through “increasing the [Equal Employment Opportunity Act’s] funding, resources, and
staff will help ensure that African Americans and other people of color have recourse when they
experience hiring discrimination or discrimination in the workplace and can fully participate in
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the labor market” (Ajilore). The third one mentioned is to “reduce barriers for citizens reentering
society”, calling for reforms to the broken American criminal justice system which is
overrepresented by African Americans and people of color, imploring policymakers to
“eliminate fines and fees for minor infractions that result in unmanageable debts for returning
citizens [and] expand eligibility for federal programs so that returning citizens are able to access
services such as public housing, federal student aid, and the Supplemental Nutrition Assistance
Program (SNAP)” (Ajilore).
We discussed earlier how Afro-Cubans in Cuba have very limited access to employment
opportunities in Cuba’s lucrative tourism sector due to the historical prejudices facing the black
population and favoring the white population for hiring needs. Similar to these hiring prospects,
for African Americans in the United States, hiring inequality is still baked into the labor market.
David Brancaccio, Rose Conlon, and Daniel Shin of the podcast Marketplace Morning Report
from Minnesota Public Radio explore hiring discrimination in the United States, finding that
racial discrimination is still occurring within the early stages of hiring for jobs. They cite a study
from the National Bureau of Economic Research, in which researchers “sent more than 80,000
fake job applications for entry-level openings to Fortune 500 firms and found that, on average,
applications with distinctively Black names were about 10% less likely to get a call back than
comparable applications with distinctively white names” (Brancaccio et. al.). Brancaccio had an
interview with Evan Rose, a Saieh Family Research Fellow at the University of Chicago and a
co-author of the study, who further said that “[W]hat’s really interesting is that we find that that
penalty varies tremendously across the 100 or so large U.S. employers in our study. And in fact,
we find that the top 20% of the firms that we studied here explained about half of the total
discrimination against Black applicants in our study. That’s heavily concentrated in a small share
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of employers” (“New Research Shows Racial Discrimination in Hiring is Still Happening at the
Earliest Stages”).
Additionally, Rose says that it seems as though there is “widespread patterns of
discrimination across their establishments. And one thing we show in the paper is that, in fact, it
looks like at least 20% of the actual jobs that we applied to at these firms are discriminating on
the basis of race. So, it’s absolutely what the EEOC, or the [Equal Employment Opportunity
Commission], would call a systemic pattern or practice of discrimination” (Brancaccio et. al.).
Although Rose and the other researchers in this study are hesitant to release the names of the
companies studied, what is known is that a large number of these companies belong to what is
known as the “Fortune 500”, including companies such as Walmart, Amazon, and Apple, among
many others.
Interestingly, the type of industry a person applies for is another factor in racial hiring
discrimination. Similar to how Afro-Cubans are underrepresented in the tourism and performing
arts sector, in the interview between Brancaccio and Rose, the latter says that, generally
speaking, “firms in the auto sector…exhibit very large race gaps, as well as firms in sort of more
general retail and food services. Firms in engineering services, health services and
accommodation, interestingly, seem to discriminate much less on the basis of race” (“(“New
Research Shows Racial Discrimination in Hiring…”).
Even though Cuba and the United States have different governments and operate their
economies differently, there is a common pattern of racial discrimination within the labor market
that targets both countries’ black population. Afro-Cubans are extremely underrepresented in the
tourism sector, heavily favoring the white population to fill jobs in this sector, which plays a
significant role in the Cuban economy. This, in turn, affects Afro-Cubans’ access to food and
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housing. Similarly, in the United States, the unemployment gap between White and Black
Americans has been historically 2-to-1, only closing in April 2020 due to the COVID-19
pandemic. Hiring discrimination against African Americans is still prevalent in the labor market
among large U.S. companies. These issues pose an important question: What can we do about
this, and how can we prevent this type of discrimination from happening? The answer might
begin with implementing new diversity, equity, and inclusion (DEI) initiatives in workplaces so
companies can foster and better serve diverse populations, which will be explored in more detail
in Part III.
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Part II – Police Brutality Against Afro-Cubans and African Americans
*Content Warning: This section contains references to and images of police brutality
against people of color, which may be triggering for some people.*
On May 25, 2020, the United States (and the rest of the world) quickly shifted its
attention from the COVID-19 pandemic to an endemic (so to speak) of police brutality against
people of color, as George Floyd, a 46-year-old African American man, was murdered by Derek
Chauvin, a white police officer, in Minneapolis, Minnesota. Floyd was accused of using a
counterfeit $20 bill at a grocery store. Four police officers later arrived at the scene, and forcibly
removed Floyd from a car, handcuffed him, and put him lying face down in a street. Chauvin
used excessive force and knelt on Floyd’s neck for more than 8 minutes as he repeatedly yelled,
“I can’t breathe”, shown in Figure 3 below.

Figure 3: A screenshot of a video from a bystander that shows Derek Chauvin kneeling on
George Floyd's neck, which ultimately ended up killing Floyd. Taken from Darnella Frazier from
Facebook, via Agence France-Presse — Getty Images, 2020. Posted in The New York Times,
2021.

Bystanders who were present at the scene started to record video on their cell phones, and
it instantly went viral, making major national headlines in the news and sparked outrage among
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many Americans, who wanted accountability for all the police officers involved. Derrick Bryson
Taylor of The New York Times breaks down what happened after George Floyd was murdered,
saying the next day, “the Minneapolis police chief, Medaria Arradondo, had fired all four men
involved in the arrest of Mr. Floyd. He also called for an F.B.I. investigation after the video
showed that the official police account of the arrest had borne little resemblance to what actually
occurred” (“George Floyd Protests: A Timeline”). In Minneapolis, one day after the murder,
many people took to the streets to protest. According to John Elder, a police spokesman, some
“vandalized police vehicles with graffiti and targeted the precinct house where the four officers
had been assigned” (Taylor).
Protests in Minneapolis continued long after May 25, and eventually spread all over the
United States, becoming quite possibly the largest movement for racial equality since the Civil
Rights Movement in the late 1950s and throughout the 1960s. While the summer of 2020 was
marked by the severity of the COVID-19 pandemic, it was also marked by the countless number
of protests in many major U.S. cities – such as Philadelphia, PA, Los Angeles, CA, New York
City, NY, Atlanta, GA, and Tulsa, OK, just to name a few – and it led to the resurgence of the
Black Lives Matter movement, which can be shown in Figure 4 below. Elder also told Taylor
that the day after Floyd’s death in Minneapolis, many protesters took to the streets,
“[vandalizing] police vehicles with graffiti and [targeting] the precinct house where the four
officers had been assigned”, and there was also extensive damage done to the city, prompting
officers to “[use] tear gas and [fire] rubber bullets into crowds. Some businesses, including
restaurants and an auto-parts store, were set on fire” (“George Floyd Protests: A Timeline”).
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Figure 4: Protests erupt in Minneapolis where Floyd was brutally killed. Originally posted by
Kerem Yucel/Agence France-Presse — Getty Images. Taken from The New York Times, 2020.

Frank Leon Roberts, a social justice activist who also teaches a course revolving around
the Black Lives Matter movement at New York University, told Helier Cheung of BBC News
that there were a multitude of reasons why the BLM protests were particularly impactful this
time. The murder of George Floyd was certainly not the only instance where a person of color
died while in police custody (such as Tamir Rice, Michael Brown, and Eric Garner, just to name
a few)1. Additionally, Floyd’s death also happened after the recent deaths of Ahmaud Arbery and
Breonna Taylor earlier in 2020. Roberts said, “In many previous instances of police violence,
there's a possibility of an ambiguous narrative - there's a partial view of what happened, or the
1

Crime statistics are often reported within the United States, but within police departments, reporting is voluntary. The
Washington Post began to compile a database of fatal shootings by police officers, beginning in 2015 after Michael Brown, an
unarmed African American man, was fatally shot by police in Ferguson, Missouri. Among some data trends, the organization
found that Black Americans are disproportionately killed at a higher rate than White Americans. Although African Americans
make up “less than 13 percent of the U.S. population, [they] are killed by police at more than twice the rate of White Americans”
(“Fatal Force: Police Shootings Database”). The Washington Post also reports that “over 95 percent” of these victims are male,
and “More than half the victims are between 20 and 40 years old” (“Fatal Force: Police Shootings Database”). Unfortunately, due
to censorship issues, Cuban crime statistics in relation to police brutality are not readily available for public use. It is unclear
whether or not Cuba actively reports statistics but does not publicly release them, or if they do not keep track of crime statistics at
all.

20
police officer says they made a split-second decision because they feared for their life…In this
case, it was a completely unambiguous act of injustice - where people could see this man [Floyd]
was completely unarmed and incapacitated” (“George Floyd Death: Why US Protests Are so
Powerful This Time”).
Three days after Floyd’s murder, Minnesota’s governor, Tim Walz, activated the
National Guard following countless protests and extensive damage and destruction to city
property, shown in Figure 5 below. Walz defended his actions, saying in part that, “The situation
in Minneapolis, is no longer, in any way, about the murder of George Floyd. It is about attacking
civil society, instilling fear and disrupting our great cities” (qtd. in “George Floyd Protests: A
Timeline”). A day later, Chauvin was arrested and charged with third-degree murder and seconddegree manslaughter, which was then upgraded to second-degree murder a few days later
(Taylor). This then brought in the question of accountability for police officers in instances of
police brutality against people of color in the United States.
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Figure 5: Aerial view of the National Guard being deployed in Minneapolis by order of Gov. Tim
Walz. Originally taken by Renee Jones Schneider/Star Tribune, via Associated Press. Taken
from The New York Times, 2020.

After almost a full year of protests for racial equality, justice was finally served in the
case of the murder of George Floyd. On April 21, 2021, Chauvin was found guilty on all counts
of second-degree murder, third-degree murder, and manslaughter. According to Bill McCarthy of
PolitiFact, “Chauvin’s bail was revoked…[and] his sentencing will come in two months” (“The
Guilty Verdict against Derek Chauvin, Explained”). Reaction to Chauvin’s conviction was
immediate, with Floyd’s family attorney, Ben Crump, saying, “Guilty! Painfully earned justice
has finally arrived for George Floyd’s family… This verdict is a turning point in history and
sends a clear message on the need for accountability of law enforcement”, and President Joe
Biden stating, “It was a murder in full light of day, and it ripped the blinders off for the whole
world to see the systemic racism” (“The Guilty Verdict…”).
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Fights for racial equality and issues of police brutality against people of color are not just
confined to the United States. Unfortunately, a very similar event happened in Cuba; on June 24,
2020, Hansel Hernandez, a 27-year-old Afro-Cuban, was shot by police officers, almost exactly
one month after George Floyd’s death. Hernandez had stolen items and “started throwing stones
at police as they chased him and hit one officer in the shoulder, throwing him to the ground…”
(“Cuba Prevents Protest over Police Killing of Black Man”). In response, “[t]he officer shot
Hernandez after firing off two warning shots…adding that he acted in self-defense and without
the intent of killing him” (“Cuba Prevents Protest…”). Similar to how Americans in the United
States marched for racial equality to protest police brutality, Cubans planned to take to the streets
on June 30 to protest, but the Cuban government cracked down on these protests, as shown in
Figure 6 below. Many Cubans, including dissidents, artists and journalists said that “state
security agents had staked out their homes to prevent them from attending planned protests”
(“Cuba Prevents Protest…”).

Figure 6: A Cuban man being arrested trying to protest the killing of Hansel Hernandez on June
30, 2020. Taken from Alexander Meneghini/Reuters, 2020.

June 30, 2020 was also “one of the last days of a lockdown, which included strict legal
restrictions on going outdoors, to help prevent the spread of Covid-19 in Havana. But some
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arrests in connection with the protests occurred in other parts of the country that were not under
lockdown, such as Santiago de Cuba, victims said” (Human Rights Watch). Some police officers
walked up to residents’ doors and ordered them not to leave in anticipation of the protests, and
others reported that “they received anonymous phone calls ordering them not to join. Cuban
rights groups reported that at least 84 people were forced to stay in their houses or harassed in
other ways by police forces on June 30” (Human Rights Watch). The Human Rights Watch
reported that “[e]leven people said that their [cell phone] data and internet service was
interrupted the morning of the planned protest and the following day. In other cases, landline
phone services were restricted” (“Cuba: Protest Over Police Killing Suppressed”). Additionally,
Cuban police officers “arrested 52 people in connection with the planned protest, according to
Cuban human rights groups” (Human Rights Watch). It is important to note that Cuba has very
limited access to the internet due to its expensive cost, and “[t]elecommunication services are
exclusively offered by the state-owned Telecommunications Company of Cuba S.A. (ETECSA)
and are controlled by the Cuban government, which exercises its ability and legal mandate to
restrict connectivity in ways that are inconsistent with international human rights norms”
(Human Rights Watch).
Censorship issues have historically plagued Cuba (and continue today). Creative outlets,
like art and music, are now being censored in response to George Floyd’s murder (and, by
extension, the incident against Hansel Hernandez). According to Beatriz Garcia of Al Día, in
September 2019, Cuba’s government “put a ‘definitive’ clamp - or so they thought - on the
island's artists, obliging them by decree to register with the Ministry of Culture and request
permission to exhibit their work and sell it”, but recently, artists in Cuba have found a way to
express themselves through art without having to go through that process (“How Cuban Artists
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and Collectors Responded to George Floyd's Murder”). Following the events in the United States
surrounding George Floyd’s murder in May 2020 and the subsequent nation- and worldwide
protests in support of the Black Lives Matter Movement, “a platform of Cuban art collectors has
opened its virtual gallery during the month of June so that anyone can visit The George Floyd
Edition, an exhibition that includes both established and emerging artists, some in good standing
with the government and others in direct opposition” (Garcia). An example of one of the pieces
of artwork is shown in Figure 7 below.

Figure 7: Artwork by Angel Delgado of a man without a shirt, with the words "Un minuto sin
respiro por Floyd" written on his chest, translating to "A minute without breathing for Floyd".
Taken from Delgado and EFE, 2020.

Furthermore, according to O.C. Sotelo, one of the founders of Cuba Fine Art Box,
explained the goal of The Georgy Floyd Edition, saying it is “to make artists coexist in a
simulated space that otherwise they would never have shared physically in 2020, given the
context and tensions resulting from political regulation [on the island]”, as well as to show “a
gesture of criticism to the dynamics that produce events like the one that killed Floyd” and to
further emphasize that “this case of hate is related to the intolerance that defines the cultural
apparatus within Cuba that represses artists” (Garcia).
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Both of these respective incidents do not stand alone; they represent an issue of systemic
racism within law enforcement, just like racism has been historically baked in the labor market
as we saw in Part I. The subsequent protests that occurred in the summer of 2020 (and still
continue today) bring in the question of freedom of speech and freedom of assembly within the
United States, as cases of destruction and looting were overshadowed by some of the peaceful
protests happening across the country, prompting the National Guard to be brought in for some
states. Conversely, the concept of freedom of speech is almost nonexistent due to Cuba’s
infamous history of censorship and abuses of human rights, where protests for racial equality in
June 2020 were struck down by its own government (“Cuba: Protest Over Police Killing
Suppressed”).
Instances of police brutality and abuse of power against people of color is abhorrent and
cannot continue to happen. Protests for racial equality have certainly helped bring attention to
this issue both within the United States and internationally, and Chauvin’s sentencing and guilty
conviction was certainly a landmark decision, but more needs to be done to make this world
more equitable for everyone. In response to the summer 2020 protests, many businesses,
organizations, and schools turned towards creating stronger diversity, equity, and inclusion (DEI)
initiatives (“Workplace Inclusion Drives…”). The question of whether or not this has impacted
people’s attitudes within these institutions is an important one, which will be explored further in
the next part of this Capstone Project.
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Part III – Attitudes Towards Diversity, Equity, and Inclusion Initiatives
The literature review done in the first two parts of this Capstone Project shows that the
United States still suffers from systemic and structural racism within the economy, the job
market, and law enforcement. As mentioned previously, in very recent years, and especially in
the aftermath of the summer 2020 protests for racial equality, a number of businesses, schools
and other organizations have restructured or created new diversity, equity, and inclusion
initiatives to better serve their diverse communities (“Workplace Inclusion Drives…”). While
this is not a permanent solution to the political climate, nor is it the way to “end racism”, it is an
important step in creating a welcoming and inclusive environment that is also equitable for all so
everyone can feel like they belong, whether it is at the workplace or within the classroom. The
real question is whether or not these initiatives are effective.
General Background & Methods
To go hand-in-hand with the literature review I have done in the previous two parts of
this project, in March 2022, I developed a survey directed towards college students at Kutztown
University of Pennsylvania within the Department of Secondary Education and the Department
of Modern Language Studies, as well as higher education professors and professional staff on
Facebook groups, with the help of my Capstone advisor, Dr. Carolina Moctezuma. The ultimate
goal of this survey was to see how people are reacting to diversity, equity, and inclusion
initiatives at their college campus or workplace, what this implies for the future, and what could
be improved upon in this area of social justice. While many of these questions were oriented
around society at-large, the survey also asked respondents to reflect on their own personal
experiences within their education or work settings.
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I created the survey using Google Forms, containing six questions in total. Five of these
questions followed a seven-option Likert Scale format, asking survey respondents to rate their
agreement with a statement on a scale ranging from “Strongly Agree” to “Strongly Disagree”,
with a “Neutral” option available if respondents did not feel too strongly in either direction of the
statement provided. These questions were adapted from the University of Michigan Campus
Climate Survey conducted between June 2016 and January 2017. Some of the prompts included
statements such as, “I feel valued as an individual in my workplace or college campus”, “My
workplace or college campus provides sufficient programs to foster the success of a diverse
population”, and “I have the same opportunities for professional success in my workplace or
college campus as my other colleagues”. The last question was open-ended and asked survey
respondents to think about what diversity, equity, and inclusion initiatives they would like to see
implemented in their college campus or workplace, or to consider if anything could be improved
upon.
I had planned to send this survey out to the entire university after spring break, but upon
my return to campus, I found out that I needed to submit an application to the IRB and complete
the required training, all of which I did in about a week’s time. Upon recommendation from
Jeffrey Werner, the Assistant Provost for Research and Grants, I instead narrowed my target
audience to students, faculty, and staff within the Departments of Secondary Education and
Modern Language Studies, respectively. I received approval from the IRB to send out my survey
on April 26, 2022.
After sending out the survey to both respective department chairs, I started collecting
responses on May 2, 2022. Within 4 days, I had collected around 25 responses, but I felt like I
needed more participants in my survey to actually begin seeing trends in the data and doing some
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analysis. Dr. Moctezuma let me know that she posted the survey onto higher education groups on
Facebook, with respondents being a mix of faculty and staff at two-year community colleges or
four-year universities. About a week later, the total number of respondents jumped up to 68. As
such, all responses were recorded between May 2, 2022 and May 10, 2022. The survey officially
closed on June 15, 2022, to allow possible more respondents to complete the survey, although
this never came to light. However, considering the methods in which this survey was conducted,
the number of participants is appropriate. As per the IRB standards, all responses are
anonymous, and data will not be linked back to the respondents.
Data Results of Demographic Questions
This survey began by asking respondents to respond to questions surrounding their
demographic background, such as their gender identity, age, ethnicity, and level of completed
education. These results can be shown in Figures 8, 9, 10, and 11, respectively.

Figure 8: Data results of survey respondents' gender identity.

As shown in Figure 8, an overwhelming majority of respondents identified as female,
with fifty-seven respondents indicating so (83.8% of all respondents). Ten respondents (14.7%)
said they identified as male, and one respondent (1.5%) identified as genderfluid (or non-binary).
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These results bring into question to what extent people of different gender identities feel as
though current diversity, equity, and inclusion initiatives are effective; that is, differing identity
groups may produce different results from others. As is the case in other demographic categories
(age, ethnicity, and level of completed education), the demographic breakdown of responses can
affect results in several ways.

Figure 9: Data results on survey respondents' age.

As shown in Figure 9 above, participants of all ages were involved in this study. A
majority of respondents (twenty-six) were between the ages of 18-24 (38.2%), which makes
sense given the fact that this survey was aimed at college students as well as faculty within
higher education. Four respondents were between the ages of 25-29 (5.9%), twenty-six
respondents were between the ages of 30-39 and 40-49 (thirteen respondents, or 19.1%, in each
age range), seven respondents were between the ages of 50-59 (10.3%), and five respondents
were sixty years old or older.
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Figure 10: Data results on survey respondents' ethnicity.

As shown in Figure 10 above, there were also varying people of different ethnicities who
participated in this study, although this data is not entirely accurate, as there were some
respondents who selected multiple ethnicities. Out of the sixty-eight participants in this study,
thirty-seven identified as White/Caucasian, eighteen identified as Hispanic/Latinx, four
identified as Asian, and three identified as African American. Six respondents further identified
within multiple ethnicities, with three identifying as White/Caucasian and Hispanic/Latinx, two
identifying as African American and Hispanic/Latinx, and one identifying as White/Caucasian
and Asian.
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Figure 11: Data results on survey respondents' current level of completed education.

As shown in Figure 11 above, there was a wide variety of completed level of education.
Twenty-six respondents had differing levels of completed education between high school and a
bachelor’s degree, with four saying they had a high school diploma (5.9%), thirteen respondents
saying they have experienced “some college” (19.1%), nine respondents with an associate’s
degree (13.2%), and three respondents with a bachelor's degree (4.4%). Eighteen respondents
had a master’s degree (26.5%), with one respondent specifying an MFA (Master of Fine Arts,
Terminal – 1.5%), and twenty respondents had a doctorate degree (29.4%).
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Background of Likert Scale Questions
The first five questions posed in this study followed a Likert Scale format, where survey
respondents could select answers ranging from “Strongly Agree”, “Agree”, “Somewhat Agree”,
“Neutral”, “Somewhat Disagree”, “Disagree”, and “Strongly Disagree”. The first five questions
read as follows:
•

I am satisfied with the overall climate/atmosphere of my workplace or college campus.

•

I feel valued as an individual in my workplace or college campus.

•

My workplace or college campus has a strong commitment to diversity, equity, and
inclusion.

•

My workplace or college campus provides sufficient programs to foster the success of a
diverse population.

•

I have the same opportunities for success in my workplace or college campus as my other
colleagues.

Although it would be easier to include a summary of these answers, it is much more important to
break the answers down by demographics. I will break down each demographic category’s
responses to each of the questions, starting with gender identities, and then continuing with age,
ethnicity, and education levels, respectively.
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Data Results and Analysis: Likert Scale Questions by Gender Identity
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Figure 12: Answers to the statement, "I am satisfied with the overall climate/atmosphere of my
workplace or college campus", broken down by gender identity.

As mentioned previously, out of the sixty-eight respondents in this study, fifty-seven
identified as female, ten identified as male, and one identified as genderfluid (or non-binary).
Since there is only one respondent who identified as genderfluid, no inference or generalization
of a sample of one is possible, so although the survey respondent’s answers will be provided in
the figures, there is no basis of valid inference that can be made. Figure 12 above shows the
breakdown of the statement, “I am satisfied with the overall climate/atmosphere of my
workplace or college campus” by gender identity. Thirty-one women (54.4% of women)
indicated that they agree with this statement, with four women (7.01%) saying they “strongly
agree”, eleven women (19.3%) saying they “somewhat agree”, and sixteen women (28.0%)
saying that they simply “agree”. Seventeen women (29.8%) were in disagreement with this
statement, with six women (10.5%) saying they “strongly disagree”, six women (10.5%) saying
they “somewhat disagree”, and five women (8.8%) saying they simply “disagree”. Nine women
(15.8%) felt neutral to this statement. Out of the ten men that participated in this study, eight men
(80.0% of men) were in agreement with this statement, with one man (10.0%) saying he
“strongly agree[s]”, three men (30.0%) saying they “somewhat agree”, and four men (40.0%)
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saying they simply “agree”. Two men (20.0%) were in disagreement with this statement, with
one man (10.0%) saying he “somewhat disagree[s]” and one man (10.0%) saying he simply
“agree[s]”. No men indicated they felt neutral or strongly disagreed with the statement. The sole
survey respondent who identified as genderfluid indicated that they “somewhat agree” with this
statement.
Across all gender identities surveyed, it is interesting to see that an overwhelming
majority of men generally agreed saying they were satisfied with the climate/atmosphere in their
working or college environment, while just over half of women surveyed said they agreed with
the statement. This shows how important it is to not only foster a welcoming and inclusive
environment, but also a safe one. If people do not feel like the overall environment is satisfactory
or safe, it can have an adverse impact on their overall experiences and sense of community
within the environment, which ties into the second Likert Scale question, shown in Figure 13
below.
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Figure 13: Answers to the statement, "I feel valued as an individual in my workplace or college
campus", broken down by gender identity.

As shown in Figure 13 above, out of the fifty-seven women in this study, thirty-seven
women (64.9%) indicated they agreed with the statement, “I feel valued as an individual in my
workplace or college campus”, with seven women (12.2%) saying they “strongly agree”, sixteen
women (28.0%) saying they “somewhat agree”, and fourteen women (24.56%) saying they

35
simply “agree”. Sixteen women (28.0%) were in disagreement with the statement, with four
women (7.01%) saying they “strongly disagree”, eight women (14.03%) saying they “somewhat
disagree”, and four women (7.01%) saying they simply “disagree”. Four women (7.01%) felt
neutral towards this statement. Out of the ten men that participated in this study, nine men
(90.0%) indicated they agreed with this statement (90.0%), with one man (10.0%) saying he
“strongly agree[s]”, one man (10.0%) saying he “somewhat disagree[s]”, and seven men (70.0%)
saying they simply “agree”. One man (10.0%) said he simply “disagree[s]” with the statement.
No men felt neutral towards this statement. The sole survey respondent who identified as
genderfluid indicated they “somewhat agree” with this statement.
Upon looking at this data polling, it seems as though a majority of all gender identities
agreed with this statement, which contrasts the polling results from the previous question asking
about being satisfied with the overall campus/workplace environment, where over half of women
surveyed said they agreed. It seems as though there is a latent distinction between liking the
climate of an environment and feeling valued as an individual, when these two concepts really tie
into one another. Nevertheless, although this data is across gender identities and not specifically
geared across other factors that will be explored later, it is interesting to see that many
respondents feel valued as people, and what would be more interesting to find out, is what being
“valued” means to respondents. This question was not asked, but it is something to consider (or,
to even research in future projects).
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Figure 14: Answers to the statement, "My workplace or college campus has a strong
commitment to diversity, equity, and inclusion", broken down by gender identity.

Out of the fifty-seven women that participated in this survey, as shown in Figure 14
above, thirty-eight women (66.7%) said they generally agreed with the statement, “My
workplace or college campus has a strong commitment to diversity, equity, and inclusion”, with
three women saying they “strongly agree” (5.3%), nineteen women saying they “somewhat
agree” (33.4%), and sixteen women saying they simply “agree” with the statement (28.0%).
Thirteen women (22.8%) expressed general disagreement with the statement, with three women
saying they “strongly disagree” (5.26%), seven women saying they “somewhat disagree”
(12.28%), and three women saying they simply “disagree” (5.26%). Six women (10.5%) felt
neutral towards this statement. Out of the ten men that participated in this survey, seven men
(70.0%) generally agreed with this statement, with four men (40.0%) saying they “somewhat
agree” and three men (30.0%) saying they simply “agree”. No men said they strongly agreed.
Two men (20.0%) generally disagreed with this statement, with one man (10.0%) saying he
“generally disagree[s]” and one man (10.0%) simply saying he “disagree[s]”. Only one man
(10.0%) felt neutral towards this statement. The sole survey respondent who identified as
genderfluid said they “somewhat agree” with this statement.
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Something that sticks out with the data polling with this statement is that, across all
gender identities, respondents generally agreed with their institutions’ commitments to DEI,
although 22.8% of women generally disagreed. This statistic is important, as it raises a question
of whether or not women feel as though there are equal and equitable practices both within the
classroom and within the workplace. Generally speaking, according to the data polling, an
overwhelming majority of men agreed with the statement, with two disagreeing and one feeling
neutral. It can be argued that men already have privilege within the classroom and the workplace
due to the standards of American society in general, but, again, this data polling only shows
beliefs tied to gender identity. There are other important factors that come into play that will be
explored later.
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Figure 15: Answers to the statement, "My workplace or college campus provides sufficient
programs to foster the success of a diverse population", broken down by gender identity.

Out of the fifty-seven women that participated in this survey, as shown in Figure 15
above, twenty-five women (43.86%) said they generally agreed with the statement, “My
workplace or college campus provides sufficient programs to foster the success of a diverse
population”, with three women (5.26%) saying they “strongly agree”, eleven women (19.29%)
saying they “somewhat agree”, and eleven women (19.29%) saying they simply “agree”.
Twenty-six women (45.61%) were in general disagreement with this statement, with five women
(8.77%) saying they “strongly disagree”, thirteen women (22.8%) saying they “somewhat
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disagree”, and eight women (14.0%) saying they simply “disagree”. Six women (10.5%) felt
neutral towards this statement. Out of the ten men that participated in this study, seven men
(70.0%) generally agreed with this statement, with two men (20.0%) saying they “somewhat
agree” and five men (50.0%) saying they simply “agree”. Two men (20.0%) generally disagreed
with this statement, with one man (10.0%) saying he “somewhat disagree[s]” and one man
(10.0%) saying he simply “disagree[s]”. One man (10.0%) felt neutral towards this statement.
The sole survey respondent who identified as genderfluid said they “somewhat disagree” with
this statement.
With these data results, there is a stark contrast between how women rated this statement
in comparison to the men. Generally speaking, men were more inclined to agree with this
statement, whereas the women generally disagreed with this statement. This raises another
question as to whether or not the workplace or college campuses provide not only sufficient
programs, but also equal and equitable programs catered towards everyone, especially across all
gender identities, including those who identify outside the gender binary.
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Figure 16: Answers to the statement, "I have the same opportunities for success in my
workplace or college campus as my other colleagues", broken down by gender identity.

As shown in Figure 16 above, out of the fifty-seven women that participated in this study,
thirty women (52.63%) were in general agreement with the statement “I have the same
opportunities for success in my workplace or college campus as my other colleagues”, with six
women (10.5%) saying they “strongly agree”, twelve women (21.0%) saying they “somewhat
agree”, and twelve women (12.0%) saying they simply “agree”. Twenty women (35.0%) were in
general disagreement with this statement, with three women (5.26%) saying they “strongly
disagree”, ten women (17.54%) saying they “somewhat disagree”, and seven women (12.28%)
saying they simply “disagree”. Seven women (12.28%) felt neutral towards this statement. Out
of the ten men that participated in this study, nine men (90.0%) were in general agreement with
this statement, with three men (30.0%) saying they “strongly agree”, three men (30.0%) saying
they “somewhat agree”, and three men (30.0%) saying they simply “agree”. Only one man
(10.0%) simply said he “disagree[s]” with the statement. No men felt neutral, nor did they
somewhat or strongly disagree with this statement. The sole survey respondent who identified as
genderfluid felt neutral to this statement.
Something that sticks out with this data polling is that an overwhelming majority of men
agreed with this statement, while just over half of women agreed. These answers reflect how
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American society seems to cater success towards males in the workplace and in education,
whereas women and those who identify outside the gender binary feel as though they do not have
those same opportunities to have success. This, in turn, reflects the concept of gender equality
within the workplace and in the classroom, and shows that more work needs to be done in these
areas of gender equality so everyone across all genders has the same opportunities for success.
Data Results and Analysis: Likert Scale Questions by Age
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Figure 17: Answers to the statement, "I am satisfied with the overall climate/atmosphere of my
workplace or college campus", broken down by age.

As mentioned previously, twenty-six respondents were between the ages of 18-24, four
respondents were between the ages of 25-29, thirteen respondents were between the ages of 3039, thirteen respondents were between the ages of 40-49, seven respondents were between the
ages of 50-59, and five respondents were sixty years old or older. As shown in Figure 17, in
response to the statement, “I am satisfied with the overall climate/atmosphere of my workplace
or college campus”, twenty respondents between the ages of 18-24 (76.92%) had varying
degrees of agreement with this statement, three respondents (11.53%) had varying degrees of
disagreement, and three respondents (11.53%) felt neutral to this statement. Two respondents
between the ages of 25-29 (50.0%) generally agreed with this statement, while two respondents
(50.0%) generally disagreed. Seven respondents between the ages of 30-39 (53.84%) had
varying degrees of agreement with this statement, two respondents (15.38%) had varying degrees
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of disagreement with this statement, while four respondents between 30-39 years old (30.76%)
felt neutral towards this statement. Seven respondents between the ages of 40-49 (53.84%) had
varying degrees of agreement, five respondents (38.46%) had varying degrees of disagreement,
and one respondent between the ages of 40-49 (7.69%) felt neutral. Three respondents between
the ages of 50-59 (42.85%) had varying levels of agreement with the statement, four respondents
(57.15%) had varying levels of disagreement, and no one between 50-59 felt neutral. Three
respondents of 60 years of age or older (60.0%) had varying levels of disagreement with this
statement, one respondent (20.0%) was in agreement, and one respondent (10.0%) felt neutral
towards this statement.
Through this data polling, it seems as though there is a link between a person’s age and
how they feel about the overall environment in their education or work settings, which also ties
into the level of completed education and experience level one has within the job they have.
Thus, results solely based on age cannot be commented on in isolation. Based on this data, the
older one is, the less they feel satisfied with the overall climate or atmosphere of their education
or work setting. This could be due to a number of factors, such as being treated with respect,
having respect for time, and being viewed as a valuable asset to the team or community, which is
directly tied to the next Likert Scale question, shown below.
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Figure 18: Answers to the statement, "I feel valued as an individual in my workplace or college
campus", broken down by age.

As shown in Figure 18, in response to the statement, “I feel valued as an individual in my
workplace or college campus”, out of the twenty-six respondents between the ages of 18-24,
twenty respondents (76.92%) were in general agreement with this statement, five respondents
(19.2%) were in general disagreement with the statement, and one respondent (3.84%) felt
neutral. Out of the four respondents between 25-29 years of age, three respondents (75.0%) were
in general agreement with the statement, with one respondent (25.0%) saying they “strongly
disagree” with the statement. Out of the thirteen respondents between 30-39 years of age, eight
respondents (61.53%) were in general agreement with this statement, two respondents (15.38%)
were in general disagreement, and three (23.07%) respondents felt neutral. Out of the thirteen
respondents between 40-49 years of age, eight respondents (61.53%) were in general agreement,
and five respondents (38.46%) were in general disagreement with this statement, with no one in
this age group feeling neutral. Out of the seven respondents between 50-59 years of age, five
respondents (71.42%) said they “agree” with the statement, with two respondents (28.57%)
indicating they “somewhat disagree” with this statement. Finally, out of the five respondents of
60 years of age or older, three respondents (60.0%) indicated that they were in general agreement
with the statement, whereas two respondents (40.0%) indicated that they “somewhat disagree”
with this statement.
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As was the case with this question when broken down by gender identity, there seems to
be a certain distinction between being satisfied with the overall climate and being valued as an
individual when broken down by age. Although most participants in each bracket seemed to
agree with this statement, the percentage of people who agreed moving up through each age
group seems to decrease by a couple of percentage points, from about 75% between the ages of
18-24, down to 60% among participants of 60 years of age or older, making up a difference of
15%. This brings up a question – at what age do people start to feel less valued as an individual?
Does it happen over time and with more experience within the environment one is in? These are
certainly variables to consider with this data polling.
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Figure 19: Answers to the statement, "My workplace or college campus has a strong
commitment to diversity, equity, and inclusion", broken down by age.

As shown in Figure 19 above, in response to the statement, “My workplace or college
campus has a strong commitment to diversity, equity, and inclusion,” out of the twenty-six
respondents between the ages of 18-24, nineteen respondents (73.07%) were in general
agreement, three respondents (11.53%) were in general disagreement, and four respondents
15.38%) felt neutral towards this statement. Out of the four respondents between the ages of 2529, two respondents (50.0%) were in general agreement, one respondent (25.0%) said they
“strongly disagree”, and one respondent (25.0%) felt neutral towards this statement. Out of the
thirteen respondents between the ages of 30-39, nine respondents (69.23%) were in general
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agreement, two respondents (15.38%) were in general disagreement, and two respondents
(15.38%) felt neutral towards this statement. Out of the thirteen respondents between the ages of
40-49, eight respondents (61.53%) were in general agreement, five respondents (38.46%) were in
general disagreement, and no one felt neutral towards this statement. Out of the seven
respondents between the ages of 50-59, six respondents (85.71%) were in general agreement, and
one respondent (14.29%) said they “somewhat disagree” with the statement, with no one in this
age group feeling neutral. Finally, out of the five respondents of 60 years of age or older, two
respondents (40.0%) said they “somewhat agree”, two respondents (40.0%) said they “somewhat
disagree”, and one respondent (20.0%) felt neutral towards this statement.
Yet again, there seems to be a similar pattern between how certain ages answered this
question compared to the previous question. In general, as we move through each age group, the
percentage of people who agree with the statement seems to decrease by a couple of percentage
points. The only difference with this question is that there is a sharp increase in percentage points
between the group of 40–49-year-olds (61.53% who agreed) and 50–59-year-olds (85.71% who
agreed), which is interesting, but there is not enough information here to ascertain what caused
this increase. Despite this, for the most part, there is a pattern of decreasing attitudes in
agreement with this statement, which brings in the question of, as people get older, if people feel
as though their institution’s commitment to diversity, equity, and inclusion are not as strong, and
if they feel represented within these efforts as they age.

45
10

Agree

8

Disagree

6

Neutral

4

Somewhat Agree
Somewhat Disagree

2

Strongly Agree
0
18-24

25-29

30-39

40-49

50-59

60 and over

Strongly Disagree

Figure 20: Answers to the statement, "My workplace or college campus provides sufficient
programs to foster the success of a diverse population", broken down by age.

As shown in Figure 20 above, in response to the statement, “My workplace or college
campus provides sufficient programs to foster the success of a diverse population”, out of the
twenty-six respondents between the ages of 18-24, fourteen respondents (53.84%) were in
general agreement, five respondents (19.23%) were in general disagreement, and seven
respondents (26.92%) felt neutral towards the statement. Out of the four respondents between the
ages of 25-29, two respondents (50.0%) said they “somewhat agree”, one respondent (25.0%)
said they “somewhat disagree”, and one respondent (25.0%) said they “strongly disagree”, with
no one in this age group feeling neutral. Out of the thirteen respondents between the ages of 3039, seven respondents (53.84%) were in general agreement, and six respondents (46.15%) were
in general disagreement with this statement, with no one in this age group feeling neutral. Out of
the thirteen respondents between the ages of 40-49, five respondents (38.46%) were in general
agreement, and eight respondents (61.53%) were in general disagreement with this statement,
with no one in this age group feeling neutral. Out of the seven respondents between the ages of
50-59, three respondents (42.85%) were in general agreement, and four respondents (57.14%)
were in general disagreement, with no one in this age group feeling neutral. Finally, out of the
five respondents of 60 years of age or older, one respondent (20.0%) said they “somewhat
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agree”, two respondents (40.0%) said they “somewhat disagree”, and two respondents (40.0%)
said they simply “disagree” with this statement, with no one in this age group feeling neutral.
Upon looking at this data polling, in general, as we go up through each age group, the
number of people who disagree with this statement seems to increase, especially among 40-49year-olds and older. Regarding age, one factor that could be a possibility at play here is the
technological advances we are seeing that are revolutionizing how we do business within the
workplace and in the classroom. Generally speaking, younger people have an advantage with
technology, and sometimes, older people have a more difficult time having a grasp on
technology. Providing in-depth programs to set up the tools needed for everyone across all ages
to know how to use certain technological tools, and in general, how to do their jobs successfully
and in an efficient manner, may aid people’s agreement with this statement.
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Figure 21: Answers to the statement, "I have the same opportunities for success in my
workplace or college campus as my other colleagues", broken down by age.

As shown in Figure 21 above, in response to the statement, “I have the same
opportunities for success in my workplace or college campus as my other colleagues”, out of the
twenty-six respondents between the ages of 18-24, fifteen respondents (57.69%) were in general
agreement, six respondents (23.07%) were in general disagreement, and five respondents
(19.23%) felt neutral towards this statement. Out of the four respondents between the ages of 2529, two respondents (50.0%) said they “somewhat agree”, one respondent (25.0%) said they
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“strongly agree”, and one respondent (25.0%) said they “strongly disagree” with this statement,
with no one in this age group feeling neutral. Out of the thirteen respondents between the ages of
30-39, nine respondents (69.23%) were in general agreement, two respondents (15.38%) said
they “somewhat disagree”, and two respondents (15.38%) felt neutral towards this statement.
Out of the thirteen respondents between the ages of 40-49, five respondents (38.46%) were in
general agreement, seven respondents (53.84%) were in general disagreement, and one
respondent (7.69%) felt neutral towards this statement. Out of the seven respondents between the
ages of 50-59, four respondents (57.14%) were in general agreement, and three respondents
(42.85%) were in general disagreement, with no one in this age group feeling neutral towards
this statement. Finally, out of the five respondents of 60 years of age or older, two respondents
(40.0%) said they “agree”, one respondent (20.0%) said they “somewhat agree”, and two
respondents (40.0%) said they “somewhat disagree” with this statement, with no one in this age
group feeling neutral.
With this set of data, there seems to be a pattern among the younger generation and the
older generation. In general, the younger generation seems to agree that they have more
opportunities for success, whereas the older generation seems to disagree with this statement.
Within the context of age, what does “opportunity” mean? Is it advancement in a job? Increase in
salary/pay? More specified work in an area of study? This question was not asked, but it is
something to consider with this data polling.
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Data Results and Analysis: Likert Scale Questions by Ethnicity
As mentioned previously, out of the sixty-eight participants in this study, thirty-seven
identified as White/Caucasian, eighteen identified as Hispanic/Latinx, four identified as Asian,
and three identified as African American. Six respondents further identified within multiple
ethnicities, with three identifying as White/Caucasian and Hispanic/Latinx, two identifying as
African American and Hispanic/Latinx, and one identifying as White/Caucasian and Asian.
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Figure 22: Answers to the statement, "I am satisfied with the overall climate/atmosphere of my
workplace or college campus", broken down by people who identify with one ethnicity.
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Figure 23: Answers to the statement, "I am satisfied with the overall climate/atmosphere of my
workplace or college campus", broken down by people who identify with two or more ethnicities.
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As shown in Figure 22, in response to the statement, “I am satisfied with the overall
climate/atmosphere of my workplace or college campus”, out of the thirty-seven respondents that
identified as White/Caucasian, twenty-one respondents (56.75%) were in general agreement,
twelve respondents (32.43%) were in general disagreement, and four respondents (10.81%) were
neutral towards this statement. Out of the eighteen respondents that identified as
Hispanic/Latinx, thirteen respondents (72.22%) were in general agreement, three respondents
(16.67%) were in general disagreement, and two respondents (11.11%) were neutral towards this
statement. Out of the four respondents who identified as Asian, two respondents (50.0%) were in
general agreement, with one saying they “strongly agree” and two respondents (50.0%) were in
general disagreement, with one saying they “strongly disagree”; no one within this ethnic group
felt neutral towards this statement. Out of the three respondents who identified as African
American, two respondents (66.67%) were in general agreement, and one respondent (33.33%)
said they “strongly disagree” with the statement, with no one within this ethnic group feeling
neutral towards this statement. As shown in Figure 23, across the six respondents who selected
multiple ethnicities, one respondent (16.67%) said they “agree”, one respondent (16.67%) said
they “somewhat agree”, and one respondent (16.67%) said they “somewhat disagree”, and three
respondents (50.0%) felt neutral towards this statement.
Across all ethnicities in this survey, these results are very interesting; it seems as though,
for the most part, those who identified as White/Caucasian, Asian, and those who selected
multiple ethnicities comprised either exactly half or just over half of people who generally
agreed with the statement saying that they were satisfied with the overall climate of their college
campus or workplace. In general, those who identified as African American or Hispanic/Latinx
were more inclined to agree with the statement. This prompts a discussion on what institutions
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can do better so everyone across all ethnicities feel satisfied with the atmosphere that their
education or work settings provide.
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Figure 24: Answers to the statement, "I feel valued as an individual in my workplace or college
campus", broken down by people who identify with one ethnicity.
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Figure 25: Answers to the statement, "I feel valued as an individual in my workplace or college
campus", broken down by people who identify with two or more ethnicities.

As shown in Figure 24, in response to the statement, “I feel valued as an individual in my
workplace or college campus”, out of the thirty-seven respondents who identified as
White/Caucasian, twenty-eight respondents (75.67%) were in general agreement, eight
respondents (21.62%) were in general disagreement, and one respondent (2.70%) felt neutral
towards this statement. Out of the eighteen respondents who identified as Hispanic/Latinx,
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twelve respondents (66.67%) were in general agreement, five respondents (27.78%) were in
general disagreement, and one respondent (5.55%) felt neutral towards this statement. Out of the
four respondents who identified as Asian, two respondents (50.0%) were in general agreement,
with one saying they “somewhat agree”, and two respondents (50.0%) were in general
disagreement, with one saying they “strongly disagree”; no one within this ethnic group felt
neutral towards this statement. Out of the three respondents who identified as African American,
two respondents (66.67%) were in general agreement, no one within this ethnic group was in
disagreement, and one respondent (33.33%) felt neutral towards this statement. As shown in
Figure 25, across the six respondents who selected multiple ethnicities, three respondents
(50.0%) were in general agreement, two respondents (33.33%) were in general disagreement,
with one saying they “strongly disagree”, and one respondent (16.67%) felt neutral towards this
statement.
Compared to the results of the previous question, in general, across all ethnicities in this
study, survey respondents were more inclined to agree with this statement. However, there were
still a select amount of people who disagreed with this statement. This shows that these
respondents might not feel valued as an individual within their education or work settings. This
could be due to a lack of feeling like they belong, a lack of a sense of community, or a lack of
feeling like they are making positive contributions, which is important when one wants to be
valued. Feelings were split among to this statement among those who identified as Asian, with
half of survey respondents who did so, disagreed with this statement. This reflects the attitudes
and perceptions of American society towards people who identify as Asian with the start of the
COVID-19 pandemic; a rise in anti-Asian hate was linked to the pandemic, because the virus
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originated from Wuhan, China. It can be argued that these experiences directly relate to the
feelings of disagreement among those who identified as Asian to this statement.2
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Figure 26: Answers to the statement, "My workplace or college campus has a strong
commitment to diversity, equity, and inclusion", broken down by people who identify with one
ethnicity.
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Figure 27: Answers to the statement, "My workplace or college campus has a strong
commitment to diversity, equity, and inclusion", broken down by people who identify with two or
more ethnicities.

2

Lisa Potter of the University of Utah cited a study done by the university in her article, “The 2020 surge of anti-Asian hate
language”, in which researchers found that “anti-Asian hate language surged between January and March of 2020 with clusters of
hateful tweets spread across the contiguous U.S. that varied in size, strength distribution and location” and further opined that
there were “two spikes in hateful tweets: The first at the end of January 2020 when COVID-19 first came to the U.S. [and] the
second in mid-March after President Donald Trump tweeted about the [‘Wuhan flu’] and [‘Chinese virus.’]” (@TheU, The
University of Utah). Richard Medina, a co-author of the study also said that hate crime data is “difficult to track…because the
FBI’s hate crime database contains such a small sample of incidents compared to what actually happens, especially because some
forms of verbal harassment are not illegal” and further said “We’re seeing more Asian immigrants throughout the country, and
we’re seeing more hate towards them as an immigrant population in general” (Potter).
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As shown in Figure 26, in response to the statement, “My workplace or college campus
has a strong commitment to diversity, equity, and inclusion”, out of the thirty-seven respondents
who identified as White/Caucasian, twenty-five respondents (67.56%) were in general
agreement, nine respondents (24.32%) were in general disagreement, and three respondents
(8.11%) felt neutral towards this statement. Out of the eighteen respondents who identified as
Hispanic/Latinx, thirteen respondents (72.23%) were in general agreement, two respondents
(11.0%) were in general disagreement, and three respondents (16.67%) felt neutral towards this
statement. Out of the four respondents who identified as Asian, three respondents (75.0%) were
in general agreement, with two saying they “somewhat agree”, and one respondent (25.0%) said
they “strongly disagree”; no one within this ethnic group felt neutral towards this statement. Out
of the three respondents who identified as African American, two respondents (66.67%) said
they “somewhat agree”, and one respondent (33.33%) said they “disagree”; no one within this
ethnic group felt neutral towards this statement. As shown in Figure 27, across the six
respondents who selected multiple ethnicities, three respondents (50.0%) were in general
agreement, two respondents (33.33%) were in general disagreement, with one saying they
“somewhat disagree”, and one respondent (16.67%) felt neutral towards this statement.
As a whole, across all ethnicities in this study, for each ethnic group, either exactly half
or over half of people within each ethnic group generally agreed with this statement, although
there were still a good percentage of people who disagreed with this statement (ranging from
about 11% among those who identified as Hispanic/Latinx, to about 33% among those who
identified as African American or within multiple ethnicities). When looking at the polling data
in this statement, it is particularly interesting that a higher percentage of those who identified as
White/Caucasian disagreed than those who identified as Hispanic/Latinx when it comes to
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having a strong commitment to DEI. Although it is unclear, this might be due to the fact that this
subsample of people who identified as White/Caucasian was somewhat more activist than the
white population as a whole; however, there is no way to clearly define this.
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Figure 28: Answers to the statement, "My workplace or college campus provides sufficient
programs to foster the success of a diverse population", broken down by people who identify
with one ethnicity.
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Figure 29: Answers to the statement, "My workplace or college campus provides sufficient
programs to foster the success of a diverse population", broken down by people who identify
with two or more ethnicities.

As shown in Figure 28, in response to the statement, “My workplace or college campus
provides sufficient programs to foster the success of a diverse population”, out of the thirtyseven respondents who identified as White/Caucasian, eighteen respondents (48.64%) were in
general agreement, and nineteen respondents (51.36%) were in general disagreement; no one
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within this ethnic group felt neutral towards this statement. Out of the eighteen respondents who
identified as Hispanic/Latinx, nine respondents (50.0%) were in general agreement, four
respondents (22.22%) were in general disagreement, and five respondents (27.78%) felt neutral
towards this statement. Out of the four respondents who identified as Asian, one respondent
(25.0%) said they “agree”, one respondent (25.0%) said they “somewhat disagree”, one
respondent (25.0%) said they “strongly disagree”, and one respondent (25.0%) felt neutral
towards this statement. Out of the three respondents who identified as African American, one
respondent (33.33%) said they “agree”, one respondent (33.33%) said they “somewhat disagree”,
and one respondent (33.33%) said they “disagree”; no one within this ethnic group felt neutral
towards this statement. As shown in Figure 29, across the six respondents who selected multiple
ethnicities, three respondents (50.0%) were in general agreement, two respondents (33.33%)
were in general disagreement, with one saying they “somewhat disagree”, and one respondent
(16.67%) felt neutral towards this statement.
In general, across all ethnicities in this study, a common pattern emerged from this
statement: about half or a little more than half of people in each ethnic group disagreed with this
statement, with the most people disagreeing coming from people who identified as African
American (around 66% of African Americans in this study, or 2 out of 3). As mentioned
previously, it seems as though that these concerns may be strongest in the white subpopulation,
perhaps because they are probably more progressive than the white campus community as a
whole. Conversely, those who identified as Hispanic/Latinx in this study by and large feels, with
some exceptions, that the campus climate and programs is overall somewhat positive. These
mixed results show that these programs might not be as effective as people think, especially if
they want to support the success of diverse populations. These programs also should be
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accessible to everyone across all ethnicities and should be from multiple perspectives, instead of
focusing on fostering success from the perspective of a white, cisgender, straight male in
American society, who has the most privilege.
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Figure 30: Answers to the statement, "I have the same opportunities for success in my
workplace or college campus as my other colleagues", broken down by people who identify with
one ethnicity.
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Figure 31: Answers to the statement, "I have the same opportunities for success in my
workplace or college campus as my other colleagues", broken down by people who identify with
two or more ethnicities.

As shown in Figure 30, in response to the statement, “I have the same opportunities for
success in my workplace or college campus as my other colleagues”, out of the thirty-seven
respondents who identified as White/Caucasian, twenty-four respondents (64.86%) were in
general agreement, ten respondents (27.02%) were in general disagreement, and three
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respondents (8.10%) felt neutral towards this statement. Out of the eighteen respondents who
identified as Hispanic/Latinx, ten respondents (55.56%) were in general agreement, six
respondents (33.33%) were in general disagreement, and two respondents (11.11%) felt neutral
towards this statement. Out of the four respondents who identified as Asian, one respondent
(25.0%) said they “somewhat agree”, one respondent (25.0%) said they “strongly disagree”, and
two respondents (50.0%) felt neutral towards this statement. Out of the three respondents who
identified as African American, one respondent (33.33%) said they “somewhat agree”, and two
respondents (66.67%) said they “somewhat disagree”; no one within this ethnic group felt neutral
towards this statement. As shown in Figure 31, across the six respondents who selected multiple
ethnicities, three respondents (50.0%) were in general agreement, two respondents (33.33%)
were in general disagreement, with one saying they “somewhat disagree”, and one respondent
(16.67%) felt neutral towards this statement.
It seems as though there are some similarities between the results of this question and the
results of the previous question, when broken down by ethnicity. For example, the responses
from people who identified as African American were in general disagreement with this
statement. This can reflect what we talked about in Part I regarding employment opportunities
for African Americans, with hiring discrimination still taking place. Across all ethnicities, it is
unclear whether or not “opportunities for success” means being able to secure a job, or
opportunities within the job, such as a promotion or increase in pay/salary, as discussed before
when these answers were broken down by age. This is worth exploring in possible future
research projects.
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Data Results and Analysis: Likert Scale Questions by Education Level
As mentioned previously, twenty-six respondents had differing levels of completed
education between high school and a bachelor’s degree, with four saying they had a high school
diploma (5.9%), thirteen respondents saying they have experienced “some college” (19.1%),
nine respondents with an associate’s degree (13.2%), and three respondents with a bachelor's
degree (4.4%). Eighteen respondents had a master’s degree (26.5%), with one respondent
specifying an MFA (Master of Fine Arts, Terminal – 1.5%), and twenty respondents had a
doctorate degree (29.4%).
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Figure 32: Answers to the statement, "I am satisfied with the overall climate/atmosphere of my
workplace or college campus", broken down by education level.

As shown in Figure 32 above, in response to the statement, “I am satisfied with the
overall climate/atmosphere of my workplace or college campus”, out of the four respondents
who said they had a high school diploma, two respondents (50.0%) said they “somewhat agree”,
one respondent (25.0%) said they “strongly agree”, and one respondent (25.0%) said they simply
“agree” with this statement; no one in this age group disagreed or felt neutral towards this
statement. Out of the thirteen respondents who said they experienced some college, nine
respondents (69.23%) were in general agreement, three respondents (23.07%) were in general
disagreement, and one respondent (7.69%) felt neutral towards this statement. Out of the nine
respondents who said they had an associate’s degree, eight respondents (88.89%) were in general
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agreement, and one respondent (11.11%) felt neutral towards this statement; no one who had an
associate’s degree was in general disagreement with this statement. Out of the three respondents
who said they had a bachelor's degree, two respondents (66.67%) said they “agree”, and one
respondent (33.33%) felt neutral towards this statement. Out of the nineteen respondents who
said they had a master’s degree (including MFA – Terminal), nine respondents (47.36%) were in
general agreement, seven respondents (36.84%) were in general disagreement, and three
respondents (15.78%) felt neutral towards this statement. Out of the twenty respondents that said
they had a doctorate degree, eight respondents (40.0%) were in general agreement, nine
respondents (45.0%) were in general disagreement, and three respondents (15.0%) felt neutral
towards this statement.
A common pattern that emerged from this data polling is that among younger people who
have degrees ranging from a high school diploma through a bachelor's degree were more likely
to agree with this statement, whereas those who held a master’s degree or higher were more
likely to be split between agreeing and disagreeing with this statement. Generally speaking,
students who are still in college or have graduated from college may have only been able to base
their response to this question only on their experiences as a student, whereas those who had a
master’s degree or higher have more experience within education, not only within their personal
experiences as a student, but also as faculty or staff within educational settings. The fact that
many faculty and staff who had higher degrees were split in their feelings of satisfaction with the
overall climate shows that more attention needs to be given to those who make up the face of
educational/work settings, especially in creating an environment where everyone feels
comfortable and appreciated, directly tying into the next Likert Scale question, shown in Figure
33 below.
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Figure 33: Answers to the statement, "I feel valued as an individual in my workplace or college
campus", broken down by education level.

As shown in Figure 33 above, in response to the statement, “I feel valued as an individual
in my workplace or college campus”, out of the four respondents who said they had a high
school diploma, two respondents (50.0%) said they “agree”, and two respondents (50.0%) said
they “strongly agree” with this statement. Out of the thirteen respondents who said they
experienced some college, nine respondents (69.23%) were in general agreement, three
respondents (23.07%) were in general disagreement, and one respondent (7.69%) felt neutral
towards this statement. Out of the nine respondents who said they had an associate’s degree,
eight respondents (88.89%) were in general agreement, and one respondent (11.11%) was in
general disagreement; no one who had an associate’s degree felt neutral towards this statement.
Out of the three respondents who said they had a bachelor's degree, two respondents (66.67%)
said they “strongly agree”, and one respondent (33.33%) said they “strongly disagree” with this
statement. Out of the nineteen respondents who said they had a master’s degree (including MFA
– Terminal), eleven respondents (57.89%) were in general agreement, six respondents (31.57%)
were in general disagreement, and two respondents (10.52%) felt neutral towards this statement.
Out of the twenty respondents that said they had a doctorate degree, thirteen respondents (65.0%)
were in general agreement, six respondents (30.0%) were in general disagreement, and one
respondent (5.0%) felt neutral towards this statement.
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Since the first two Likert Scale questions are very similar in nature and essentially go
hand-in-hand with each other, it is interesting to see that as a whole, a majority of people were
inclined to agree with this statement. The lowest percentage of people who agreed were those
who had a master's degree, at around 58%, followed by those who had a doctorate degree,
coming in at 65%. This pattern is closely related to the patterns we saw in the previous question,
with younger people who have degrees ranging from high school diplomas to bachelor's degrees
being the demographic that were more inclined to be in general agreement, again, most likely
based solely on their experiences as a college student. A noticeable trend is that, based upon the
results of this survey, the higher a person’s level of education, the more their agreement with
being valued as an individual in education/work settings begins to waver and is put into question.
Keeping this in mind, it seems as though it would be beneficial to include more programs to
support faculty and staff within higher education and to let them know that they are appreciated.
As was the case with the previous times this question was asked, we need to know what being
valued as individual means to people as it applies to education (especially among those who
work as faculty in higher education).
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Figure 34: Answers to the statement, "My workplace or college campus has a strong
commitment to diversity, equity, and inclusion", broken down by education level.

As shown in Figure 34 above, in response to the statement, “My workplace or college
campus has a strong commitment to diversity, equity, and inclusion”, out of the four respondents
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who said they had a high school diploma, one respondent (25.0%) said they “agree”, two
respondents (50.0%) said they “somewhat agree”, and one respondent (25.0%) said they
“strongly agree” with this statement. Out of the thirteen respondents who said they experienced
some college, eight respondents (61.53%) were in general agreement, two respondents (15.38%)
said they “somewhat disagree”, one respondent (7.69%) said they “strongly disagree”, and two
respondents (15.38%) felt neutral towards this statement. Out of the nine respondents who said
they had an associate’s degree, eight respondents (88.89%) were in general agreement, and one
respondent (11.11%) felt neutral; no one who had an associate’s degree was in general
disagreement towards this statement. Out of the three respondents who said they had a bachelor's
degree, one respondent (33.33%) said they simply “agree”, one respondent (33.33%) said they
“strongly agree”, and one respondent (33.34%) felt neutral towards this statement. Out of the
nineteen respondents who said they had a master’s degree (including MFA – Terminal), ten
respondents (52.63%) were in general agreement, eight respondents (42.10%) were in general
disagreement, and one respondent (5.26%) felt neutral towards this statement. Out of the twenty
respondents that said they had a doctorate degree, fourteen respondents (70.0%) were in general
agreement, four respondents (20.0%) were in general disagreement, and two respondents
(10.0%) felt neutral towards this statement.
With this data polling, a similar pattern emerges from the previous two
questions/statements. Those who had degrees ranging from high school diplomas through
bachelor's degrees were more likely to be in general agreement with this statement compared to
those who have master’s and doctorate degrees; although as a whole, they were in general
agreement, just a little over half of respondents who had a master’s degree agreed, whereas 70%
of respondents who had doctorate degrees agreed. There is something to be said regarding
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experiences within education and understanding the role of DEI in institutions. Generally
speaking, those who have higher degrees have a better understanding of what goes on behind the
scenes to implement DEI initiatives, whereas younger people who are still in college may
advocate for these initiatives to be implemented, but they have very limited power in doing so;
they are really only on the receiving end of things. That is not to say that no one has power in
this situation; everyone has some type of power to get administration to change or modify
initiatives within the scope of DEI, but typically, those who have master’s and doctoral degrees
who also work as faculty and staff within higher education will be more inclined to be able to
make sustainable changes.
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Figure 35: Answers to the statement, "My workplace or college campus provides sufficient
programs to foster the success of a diverse population", broken down by education level.

As shown in Figure 35 above, in response to the statement, “My workplace or college
campus provides sufficient programs to foster the success of a diverse population”, out of the
four respondents who said they had a high school diploma, one respondent (25.0%) said they
“somewhat agree”, one respondent (25.0%) said they “strongly agree”, one respondent (25.0%)
said they “somewhat disagree”, and one respondent (25.0%) said they “disagree” with this
statement. Out of the thirteen respondents who said they experienced some college, nine
respondents (69.23%) were in general agreement, one respondent (7.69%) said they “somewhat
disagree”, one respondent (7.69%) said they “strongly disagree”, and two respondents (15.38%)
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felt neutral towards this statement. Out of the nine respondents who said they had an associate’s
degree, four respondents (44.45%) were in general agreement, one respondent (11.1%) said they
“somewhat disagree”, and four respondents (44.45%) felt neutral towards this statement. Out of
the three respondents who said they had a bachelor's degree, one respondent (33.33%) said they
“strongly agree”, one respondent (33.33%) said they “strongly disagree”, and one respondent
(33.34%) felt neutral towards this statement. Out of the nineteen respondents who said they had a
master’s degree (including MFA – Terminal), nine respondents (47.36%) were in general
agreement, and ten respondents (52.63%) were in general disagreement; no one who had a
master’s degree felt neutral towards this statement. Out of the twenty respondents that said they
had a doctorate degree, seven respondents (35.0%) were in general agreement, and thirteen
respondents (65.0%) were in general disagreement; no one who had a doctorate degree felt
neutral towards this statement.
With this data polling, there were a wide variety of answers among education levels, but
as a whole, in general, many people seemed to be in general disagreement with this statement,
with the exception of those who had a high school diploma or had experienced “some college”,
who were more likely to be in general agreement. Respondents who had an associate’s degree or
higher were more inclined to either generally disagree or remain neutral towards this statement.
This poses an interesting point: it seems as though, the more education one has, the less they feel
that there are enough/adequate programs focusing on success as it pertains to diverse
populations. This may be due to an increased awareness of the inner workings of education/work
settings, or with the amount of experience people have within education. Regardless of
educational background, it is important that there are enough programs for everyone to succeed,
as within every education and work setting, there are varying levels of education, with each
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having specific needs, and if these needs are not met, it can have an adverse effect on that
person’s view of their institution.
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Figure 36: Answers to the statement, "I have the same opportunities for success in my
workplace or college campus as my other colleagues", broken down by education level.

As shown in Figure 36 above, in response to the statement, “I have the same
opportunities for success in my workplace or college campus as my other colleagues”, out of the
four respondents who said they had a high school diploma, two respondents (50.0%) said they
“strongly agree”, one respondent (25.0%) said they simply “agree”, one respondent (25.0%) said
they simply “disagree”; no one who had a high school diploma felt neutral towards this
statement. Out of the thirteen respondents who said they experienced some college, nine
respondents (69.23%) were in general agreement, one respondent (7.69%) said they “somewhat
disagree”, one respondent (7.69%) said they “strongly disagree”, two respondents (15.38%) said
they simply “disagree”; no one who experienced some college felt neutral towards this statement.
Out of the nine respondents who said they had an associate’s degree, four respondents (44.45%)
were in general agreement, one respondent (11.1%) said they “somewhat disagree”, and four
respondents (44.45%) felt neutral towards this statement. Out of the three respondents who said
they had a bachelor's degree, one respondent (33.33%) said they “somewhat agree”, one
respondent (33.33%) said they simply “agree”, and one respondent (33.34%) felt neutral towards
this statement. Out of the nineteen respondents who said they had a master’s degree (including
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MFA – Terminal), ten respondents (52.63%) were in general agreement, eight respondents
(42.10%) were in general disagreement, and one respondent (5.26%) felt neutral towards this
statement. Out of the twenty respondents that said they had a doctorate degree, eleven
respondents (55.0%) were in general agreement, seven respondents (35.0%) were in general
disagreement, and two respondents (10.0%) felt neutral towards this statement.
With this final data polling, it is interesting to see that, across all education levels, in
general, a slight majority of people were in general agreement; as we advance through each
successive education level, the percentage of people who are in general agreement fluctuates
between 45% and 67%. This shows that some people feel as though they do not have the same
opportunities and it can be argued that the playing field is unequal, especially when it comes to
access to education and opportunities for advancement, both in terms of education and with jobs.
As mentioned previously, regardless of educational background, people should have the same
opportunities as everyone else to succeed. While there may be some qualifications for certain
jobs, in any educational or work setting, everyone should have the same chance as others,
especially if we want to be committed to including everyone.
Error Analysis
Due to the nature of how this survey was conducted and sent out, there are some possible
errors that should be addressed. As was the case with most responses in this survey, the rationale
as to why respondents chose the responses that they did was not clear. Including follow-up
questions that asked respondents to answer why the chose the answers they did would have been
more helpful in fully analyzing the data results, instead of solely relying on patterns and
hypothetical rationales. Although I got 68 participants in my study, there was not much
representation within people who identified as non-binary or genderfluid, with only one
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respondent identifying this way, and there were also not many respondents who identified as
African American. Because these subgroups were very small, I was not able to break down or
analyze the data like I had wanted. To remedy this, I could have reached out to the
LGBTQ+/Women’s Center, the Multicultural Center, or other clubs and organizations on
Kutztown’s campus that work to serve minority populations, such as the Black Student Union
(BSU), Student Alliance for Learning, Success, and Achievement (SALSA), and the Lambda
Theta Phi Fraternity. Reaching out to these organizations would have helped me gather a larger
set of diverse responses.
Data Results of Open-Ended Question and Implications for the Future
While the issues raised in Parts I and II of this Capstone Project are tremendously
important to American society, this particular survey only has access to mainly students at
Kutztown University, some higher education faculty and staff, and their perceptions and stances
surrounding DEI initiatives. In order to improve on the social problems raised earlier, it is
important to understand where our university and the small sample of higher education
institutions stand on DEI and how it is perceived. The final question in this survey asked survey
respondents to respond to an open-ended question in which they consider what DEI initiatives
they would like to see implemented in their workplace or college campus and what could be
improved upon.
Out of all sixty-eight respondents, sixteen respondents (23.52%) either didn’t provide an
answer, said that the DEI initiatives were fine and didn’t need to change, or to work with what is
already in place. However, fifty-two respondents in this survey (76.47%) had something to say,
proving that there is lots to improve upon. For the purposes of this portion, I have grouped all
responses into different categories. There was some overlap between some answers that make
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them fit into multiple categories; as such, the total number of responses will exceed the actual
sixty-eight responses in this survey.
The first category of open-ended responses focused on supporting career advancement
and including more accessible resources for students, faculty, and staff, with twelve respondents
(17.64%) answering this way. One respondent said they would like to see “[m]ore initiatives for
supporting career advancement for Black staff in higher education. All the DEI focus (and funds
supporting these efforts ) goes towards students and faculty.” Another respondent stressed the
importance of “better resources/accommodations for students with disabilities; especially the
ability to request accommodations”. A common response among individuals who cited more
accessible resources was that relating to financial help, and one respondent included multiple
ideas in this response, such as “[an increased] access to support student needs such as food
insecurity, clothing, affordable housing, transportation, [and] childcare”. While these ideas are
great, they do turn out to be costly, and more funding is necessary to make this a reality.
The second category of open-ended responses focused on more support for staff and
faculty within the scope of diversity, equity, and inclusion; twelve respondents (17.64%)
answered this way. One respondent said, “The DEI initiatives from my schools require more
labor. For example, to get funding to improve DEI in our classes we have to submit a detailed
proposal, and no one has done it because it's extra labor. Also, we have to submit reports on our
DEI work which is more labor. DEI is important but it should not create more work, or it
becomes a burden”. Another respondent pointed out that “To best present DEI initiatives and
social justice education, more research needs to be done on how PWI (primarily white
institutions) can build inclusive spaces without requiring marginalized individuals to speak for
their identity or share trauma at the expense of other's education”. One other respondent said that
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institutions should create “actual, planned initiatives that can be meaningful. I teach at [a
minority-serving institution], but higher admin just creates taskforces and committees to study
DEI without making any genuine changes”. All of this is good in theory, but again, time and
money needs to be invested to make this work.
Another common response from people in this survey was more required training in the
area of diversity, equity, and inclusion, with seven respondents (10.29%) answering this way.
One respondent said that trainings should be offered yearly, but most other respondents spoke
about more required training in general. For example, one respondent said that at a previous
institution, “there were many workshops on a variety of diverse populations. When I tried to find
equivalents here, I couldn’t find any”. Another respondent said that “We implemented Racial
Healing Circles at my [community college] – they offered extensive training for staff to cofacilitate, which I took part of and then the college dropped the “racial” from the title! Why do
we take one step forward and two steps back? The DEI office is there to check a box not really
doing the work that needs to be done. I am afraid this is the case at most [universities and
community colleges]”. One other respondent also noted that they wanted “mandatory DEI
training for instructors [and] pedagogical training focused on culturally responsive teaching”,
which plays into the next category of responses. While some may view having these trainings as
tedious and as trends, they are important conversations to have to better serve our communities
as they are ever-changing.
The next category of open-ended responses focused on implementing required courses on
social justice issues, with seven respondents (10.29%) answering this way. One respondent said
that “all students… [should] have to take a social justice related course in their first term. Social
justice courses are required in our curriculum, but it is an afterthought students avoid”. Another
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respondent said that “although there are attempts for continual social justice education in
departments of campus, such as Housing + Residence Life, there isn't a lot in common
educational programs, so students remain ignorant unless they seek out education”, and another
respondent opined for “options to sit in on seminars throughout…Kutztown University and other
college campuses”. Both of these responses tie back to the concept of educating yourself and
being informed, but if students are required to take classes on social justice issues, they may be
able to unpack their preconceived notions and understand different perspectives.
One other common response from survey respondents was implementing more programs
focused on diversity, equity, and inclusion, with seven respondents (10.29%) answering this
way. A common thread through many of these responses was that people want to see more
programs surrounding DEI, with one respondent saying that institutions “could come up with
more programs or events more often rather than just once a semester and spread the word more
with posters or emails like they do with other things”. One other respondent said, “it could be
sometimes difficult to know what all was going on because of the size of the university.
Professors also seemed not to get involved as much as they could have, urging students to
participate in these events”. Oftentimes, there is so much going on within the educational or
workplace community that we might be totally aware of other programs and events that are
going on. Perhaps there are programs focused on DEI, but they are not being advertised to the
fullest extent as other programs are. This may be partly due to some people feeling like this topic
is talked about extensively and that we focus too much on it. However, if we do not have
programs that focus on these kinds of conversations, we will not make any progress, and this is
why it is so important.
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Another category of open-ended responses focused on intentional and equitable hiring
practices; six respondents (8.82%) answered this way. Many people who responded this way did
not go into much detail regarding this issue, but one respondent stuck out with their response,
shown below:
“[We need to focus on DEI initiatives] a little less, actually. We are obsessively focused
on [it]. It seems like that’s all we ever hear about, not about the quality of our courses or
instruction. We recently had a highly qualified candidate, who could have filled much
needed class assignments, passed over in favor of a less qualified applicant who could not
teach the needed [higher-level] classes, because of diversity needs. Now we’re still short
staffed, and leadership is complaining that we’re not getting “qualified” applicants. As a
minority female, this makes me wonder, did I only get this job because I checked off a
diversity box? Was I not the best candidate?”
This is very important to consider with some DEI initiatives present across the board. Yes, we
want to be more equitable and intentional in the people we hire, but do they meet the
qualifications? Or does this stem from a need to “check off the proverbial diversity box”, so to
speak? This is something we really need to carefully think about, and there seems to be a fine
line with this issue in particular.
Five survey respondents (7.35%) further said they want more academic support for
students. Again, many respondents were not extremely specific with this response, but it may
stem from a lack of knowledge on resources for academic support. There are many services that
both K-12 schools and college campuses can utilize to help students academically; namely,
tutoring services, student success workshops, writing centers, online study help, and time
management sessions. Even if these resources are not readily available, specifically for K-12
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schools, teachers within these schools can try to implement these types of services into the
curriculum somehow to help all students academically.
Interestingly, three survey respondents (4.41%) said there must be better execution rather
than sending an email explaining how institutions are committed to diversity, equity, and
inclusion. There was a common thread between all these responses, but one stuck out, with one
person saying:
“Campus could definitely do more than just send an email saying how they are diverse
and inclusive. I’m currently doing a research paper and did a survey in which students
talked about how supportive the university has been and some students mentioned how
the university is inclusive and diverse and it’s true in terms of its student body, but they
could do a lot more than just send an email reassuring their commitment to being diverse
and inclusive.”
This statement seems to tie back into the issue of having real investment in these types of
initiatives and not tokenism, as some respondents indicated. Instead of organizations saying they
are committed to diversity, equity, and inclusion, institutions should specify what they have done
to be committed towards these issues, where things stand now, and what they are planning to do
in the future. Sending an email is not enough, and to some people, it may feel like it is a safe
tactic so institutions will not be investigated.
Lastly, two survey respondents (2.94%) indicated that people need to put more emphasis
on being respectful, understanding, and compassionate. While this is not a DEI initiative in
particular, this message is still important. One respondent pointed out the following:
“I believe what needs to take place is the respect that some professors have to their
students. The only teacher I can really say cared for me and showed me the interaction
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that us students deserve was my Spanish teacher. [This is] not to say that my old semester
teacher[s] were not respectful, but I feel as if I have not gotten the respect I deserve, and I
know I'm not the only one.”
As a society, we emphasize the notion of respecting one another and being kind to others. It
should not be towards only people that agree with you – it should be to everyone, even those
who may not agree with everything you say. As human beings, we look up to those who have
authority over us to teach us how to act towards other people. If the people we look up to do not
treat others with the same respect, it can have an impression on us. We need to set an example
for others that, no matter what, respect is of the utmost importance. Arguably, this may be the
underlying constant for change for the better.
While all these ideas are extremely important, as mentioned before, they are very difficult
to actually attain, especially since funding is necessary for most of them, which is an issue that
plagues both education and work settings. However, there are some simple tools that we can
implement as language teachers to promote DEI in the classroom. As educators, we know the
importance of representation within the curriculum. Students should be able to see themselves in
the content we provide them, so we should include diverse cultures and perspectives in our
lessons. I will use Spanish curriculum as an example, since this is my area of expertise, but the
same concepts can be applied to other foreign language curriculum.
In my experience, many Spanish textbooks cover mainstream culture. For example, many
people know about Día de los Muertos in Mexico and other Spanish-speaking countries, but
there is not much coverage of indigenous culture, or Afro-Latino/a/x cultures and their respective
histories. These populations are important to cover since they also belong to the Spanishspeaking community and unfortunately often go overlooked. Even if these populations are not
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included in textbooks, we can use other resources online to make it part of the curriculum, such
as YouTube videos and making WebQuests to get students to learn about these communities. To
make it a memorable experience, we could even use Zoom to host people from these
communities to talk about their experiences to share with students. There are countless resources
that we can use to include these communities in the classroom.
Thematic units are an integral part of world language curriculum, and authentic texts are
the best sources to use to immerse students in the language. Whenever possible, we can also
include current events in the units we teach. This can be in the form of documentary films, longform journalism, op-ed articles, podcasts, or any other news articles that come from Spanishspeaking countries. These current events materials can be related to the overarching theme in the
units we teach, or they can be related to contemporary social issues facing Latin America to
further promote DEI topics in the classroom. In theory, this will allow both important
conversations to take place and get students to use their Spanish skills in the classroom, but the
way teachers can implement this is ultimately up to their discretion.
In language classrooms, there are also a set of diverse learners. In many cases, students
are learning a second language for the first time, with their native language being English.
However, there are a number of students who may identify as heritage learners, who are students
that are studying a second language that have some personal or cultural connection to the second
language. For example, if a student studies Spanish and they have parents who speak Spanish at
home, that student would be identified as a heritage language learner (or HLL). Some heritage
language learners might feel as though the way they speak the language is not “grammatically
correct” according to the textbooks we use, but in all honesty, that should not matter. According
to Maite Correa, an Assistant Professor of Spanish at Colorado State University, in her article,
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“Advocating for Critical Pedagogical Approaches to Teaching Spanish as a Heritage Language:
Some Considerations”, she cites the following from Roca y Guitérrez:
“Our jobs as language educators should not be to “fix” their Spanish, but to empower
them to use the language. We should celebrate their use of the language and recognize
that it is a gift, not a challenge. We may fix grammar errors along the way, but we should
make them feel confident in their abilities to express themselves in the language, just as
their second language learner counterparts. In doing so, we can make the classroom an
equitable environment for everyone where we can learn from each other and embrace the
fact that we will make mistakes, but we will grow from them and emerge stronger than
before.”
Finally, one last consideration for promoting DEI within the language classroom is to
listen to the feedback from students. We should embrace our students’ interests and incorporate
them into the material whenever possible. As mentioned previously, I would want my students to
engage in current events and to explore their interests outside of the classroom. If there is
something that they learn about outside of class that they think is relevant to the classroom, I
would try to weave it into the course content if possible. I encourage other language teachers to
do the same.
All of these ideas and thoughts presented are by no means an exhaustive list. There are
countless other ideas and thought processes that have not been explored, or maybe they have not
been thought of yet; you might have a revolutionary idea that could inspire change to happen.
There are still a number of issues to be explored, and lots of work to be done, but this is only the
beginning.
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Conclusion and Reflection
As a whole, this Capstone Project has made it clear that issues still exist within both
Cuban and American society today in regard to racial equality for both of its black populations.
First, the Cuban economy has an underrepresentation of Afro-Cubans, especially within the
tourism sector, and thus, this population is suffering economically in terms of job employment
and from housing and food insecurity. Similarly, here in the United States, African Americans
are disproportionately suffering from higher unemployment rates compared to the
White/Caucasian population, and also experience hiring discrimination very early within the
hiring process. Incidents of police brutality against these communities of color in Cuba and the
United States also represent a wider issue of systemic and structural racism that exists within law
enforcement. Acts of protest for racial equality in both countries bring in the question of freedom
of speech, with many peaceful protests in the United States being overshadowed by the more
violent protests that involved looting and destruction of public and private property, while in
Cuba, any forms of protest were shut down almost immediately by the Cuban government.
Through the data results of my survey, it seems as though diversity, equity, and inclusion
(DEI) initiatives are a good start in addressing issues of discrimination and uplifting everyone,
but more work needs to be done. This work could start within the classroom, with many survey
respondents citing they would want more academic support, more accessible resources for all,
and more support for DEI staff. Adaptability and representation are also key factors in promoting
DEI within the classroom, which is important for educators to consider when structuring their
classes and curriculum.
Personally, for me, as I completed this project, this process made me critically think
about my goals as a future educator. I am a huge proponent of social justice education and
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informing students of social issues and integrating them into the curriculum as much as possible.
It is important for students to engage in this kind of discourse to not only voice their opinions,
but to also gain information and learn from different perspectives that they may not have
considered before. My teaching philosophy is also one that is based upon respect and
understanding; I personally believe that it is important to respect one another, recognize people’s
differences, and celebrate them, and also helping others in need. I believe that if we cannot create
that basic self-respect from day one and form a community centered around mutual respect,
learning will not take place.
This project also made me think about the concept of being a teacher as a lifelong learner.
Going into this project, I did not know much about Cuba’s contemporary history with respect to
its Afro-Cuban population in both aspects of the economy and police brutality, nor did I not
know much about the United States’ contemporary history on how the economy affects African
Americans. Over the past seven months, I have learned so much about these issues for this
project, but I know my learning does not stop here. There is so much that I still have not learned
yet, and I hope to educate myself on more of these issues and help spread the word about these
issues and their importance in the future.
Completing this Capstone Project has also been a very valuable experience. Not only did
I get to dive into my personal academic interests, but I also had the opportunity to present this
project at the Pennsylvania State Modern Language Association (PSMLA) Fall 2022 Conference
this past October in Lancaster, PA. I was able to make so many connections with other world
language educators there, and I learned so much from the sessions I attended. I was also very
grateful to have the opportunity to present and attend at this conference, as I know other college
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students in my position do not have the same opportunity as I did. It was a tremendous
experience that I will not take for granted.
As a way to wrap-up, I want to leave you with this quote from Alain Dehaze, the CEO of
Adecco, because if there is anything I want you to take away from this project, it’s this:
“Diversity requires commitment. Achieving superior performance diversity can produce further
action– most notably, a commitment to develop a culture of inclusion. People do not just need to
be different; they need to be fully involved and feel their voices are heard.” (“56 Inspirational
Diversity and Inclusion Quotes for the Workplace”).
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